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Abstract 
The purpose of this article is the findings of the mediating effect knowledge management in the relationship 
between organizational learning and organizational resilience. The study adopts a cross-sectional design to 
collect data used to carry out mediation analysis. 28 public organizations in Iran were selected as the samples of 
this study. The survey was conducted among meddle and senior managers and respondents were asked to express 
the opinions related to the effects organizational learning as mediator in relationship between management and 
organizational resilience. Knowledge management had an effect on organizational resilience. Organizational 
learning did not have a direct effect on organizational resilience, except through the full mediation of Knowledge 
management. This suggests that without Knowledge management, public organizations of Iran may not improve 
their level of resilience. Utilizing a cross-sectional design with questionnaires is one of the limitations of this 
study. The results may be different in the private sector. A future research strategy that may overcome this 
limitation is one that involves longitudinal studies in which flow of study variables can be followed over time. In 
addition, using objective measures, archival data for some variables, may give results that are more objective. 
Keywords: Organizational learning, Knowledge management, Organizational resilience, Public section 
organizations   
 
1. Introduction 
You can learn from past adversities and anticipate what you might do to deal with future ones, but what do you 
do when you're unexpectedly faced with adversity? However, No matter how robust you've become by dealing 
with tough times, you still remain vulnerable to coping poorly with future adversities. No one has an absolute 
resistance to adversity. Resilience cannot be seen as a fixed attribute of the person, when circumstances change, 
resilience alters (Rutter, 1987; Neenan, 2009). In these new circumstances, you might cope badly and believe 
that your resilient qualities have vanished. Changes can be devastating unless one has the resilience to accept the 
change and appreciate what he or she is still able to do. Confucius says, “Our greatest glory is not never falling, 
but in rising every time we fall.” 
Like an organism, organization also to survive and find a constructive way forward during hard times 
should adapt itself to change or face extinction. Because Organizations does not exist in vacuum rather it is 
mutually dependent on its external environment (Koontz and Weihrich, 1999). In the present era, which become 
a global village and Shapiro and Varian (1999) has called Information Age, and Thurow (2003) the Third 
Industrial Revolution, investment choices on one side of the world can affect the cost of living on the other. This 
implies that organizations cannot control the variety unless they possess the requisite variety to bring the 
organization to a state of acceptable space (Umoh and Amah, 2013).    
 Therefore organizations to survive and thrive must prepare themselves to deal with such threats. 
Organization that can actively adapt to future and before changes occur, react, called resilient. But researches 
showed that most organizations are buffeted with the forces of globalization, shifts in the economy, and an ever-
changing workforce. According KPMG 40 percent of companies that the disturbance businesses mainly suffer 
within 2 years of their business go out because they were unable to recover from the long-term effects of a crisis 
not. Data from the past decade note that 80 percent of all businesses that have a major fire do not recover; an 
estimated 40 percent of organizations without business continuity and recovery plans go out of business after a 
major disaster; and, 93 percent of companies that have a significant loss of data fail within five years (Devargas, 
1999; Cocchiara, 2005; Michigan State, 2000). Irving & Anderson (2004) in their study found that 50 percent of 
organizations without business continuity and recovery plans go out of business after a major disaster. Curtis 
(2008) cites department of Labor data showing that of all companies that experience disaster, 65 percent fail, 
with 40 percent not re-opening, and 25 percent closing within 2 years.  
Organizational resilience which has been qualitatively studied in the private sector (McManus, 2008) 
can be built based on organizational learning (Bonanno, 2007; Jackson et al., 2007; McAllister and McKinnon, 
2009) through the mediation of knowledge management (Dalziell and McManus, 2004; Mitroff, 2005; 
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Parsons,2007; Umoh and Amah, 2013). But cannot say that exactly match the results of other cultures because, 
each culture has its own characteristics. Also, evidence suggests that public organizations resilience due access 
easy to public funds has been slow. Public sector organizations due to the changes the world around have not 
changed much. The space that between public and private organizations to gain more knowledge is created, more 
become daily. This study sought the examined influence organizational learning on organizational resilience 
with the mediator's knowledge management. To see that whether the two variables of organizational learning and 
knowledge management of influence or not on organizational resilience in public sector organizations. The hope 
that on done this study partial of organizations problems removed and somewhat increased organizations work 
and productivity on thus society people satisfaction increased or can be of society people dissatisfaction level 
decreased.   
 
2. Literature review  
2.1 Organizational Resilience   
The word “resilience” comes from the Latin word “salire,” which means to spring up (Resnick et al., 2011) and 
the word “resilire” which means to spring back (Dalziell and McManus, 2004; Resnick et al., 2011; Pflanz and 
Levis, 2012; Rochas et al., 2014) as well as ‘resilio’ which mean the ‘ability to rebound or jump-back’ (Dalziell 
and McManus, 2004; Pflanz and Levis,2012; Rochas et al., 2014). Garmezy (1973) published the first research 
findings on resilience.  In ecological research Holling (1973), that proposed by many as the father of ecological 
resilience theory used resilience term to describe both systems (ecosystem, community or organization) that 
remains in a state of equilibrium under the extreme conditions, or the way dynamic systems behave when they 
are stressed and moved away from the state of equilibrium. In Organizations also the first Wildavsky (1988) 
used the term resilience. But after the attack on September 11, 2001 to answer the question that Sandler O'Neill 
and Partners despite the huge losses that saw how they were able to survive? This term is common in 
organizations. Some critics argue the concept introduces an additional and unnecessary level of complexity, and 
further extends an already stretched management vocabulary. But the concept is already being applied to 
organizations in the private, public, not-for-profit and non-governmental sectors, and there is a growing 
consensus on its utility. A US standard on the requirements of organizational resilience has been translated into a 
number of languages, and recently has been accepted by the US, Danish and Dutch national standards bodies 
(McAslan, 2010). 
Resilience will be a necessary capacity “to cope with unanticipated dangers after they become 
manifest” (Wildavsky, 1988). Resilience is an adaptive process that can fluctuate depending upon one’s 
changing life circumstances. Resilience is neither linear nor permanent (Lester et al., 2006; Werner and Smith, 
1982). Resilience is the most important defense people have against stress. Resilience is the capacity to rebound 
from adversity strengthened and more resourceful. This is why it is at the heart of positive organizing (Sutcliffe 
and Vogus, 2003). In fact organizational resilience saw as an important factor enabling an organization to 
leverage its resources and capabilities not only to resolve current dilemmas but to exploit opportunities and build 
a successful future (Lengnick-Hall et al., 2011). 
The literature review showed that used various types of fields the term resilience. For example, in 
neuroscience science (Siegel, 1999, La Cerra and Bingham, 2002), psychology (Masten et al., 1990; Luthar et 
al., 1997; Luthar, 2003), social science (Fraser et al., 1999; Saleebey, 2001) and education (Williams and 
Newcombe, 1994; Brown et al., 2001) which recognizes resilience not only internally in individuals but also 
externally in families, communities, and wider social environments (Truebridge, 2010). The concept of 
organizational resilience has been studied in and applied to a number of settings including hospitals (Mallak, 
1998), fire fighting teams (Weick, 1993), business and industry (Coutu, 2002; Hamel and Valikangas, 2003; 
Horne and Orr, 1998), terrorist attacks (Beunza and Stark, 2004; Freeman et al., 2004; Kendra and Wachtendorf, 
2001; Mitroff, 2005). 
 
2.2 Knowledge management 
The can be argued that traces the origin and evolution of knowledge management comes back to the third 
millennium BC. All thinkers from Plato to Descartes and Kant in the search term used to express the nature of 
knowledge. Why did not specify a name for it could be the one reason that the concept is that does not need to 
manage. Or do not specify a name for it. Because used in practice but informally and whatever that nowadays 
new is about knowledge management, awareness of the process of knowledge management. Several experts and 
specialists involved in the development of knowledge management concept that they some of the most famous 
are include Drucker, Strawsman and Senge. The biggest research done to today about knowledge management is 
related to Nonaka and Takeuchi (1995) to title “The knowledge creating company: How Japanese companies 
create the dynamics of innovation”. 
Davenport and Prusak (1998) define knowledge as a fluid mix of experiences, values, contextual 
information and intuition that provides a structure to evaluate and incorporate new experiences and information. 
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Koskinen and Philanto (2008) consider “knowledge (as) an individual's perception, skills and experience, which 
are all dependent on what experiences the individual's worldview contains in the form of meanings.” According 
to Probest et al., (2000) knowledge management is a systematic process comprises a range of strategies and 
practices used in an organization to identify, create, organize storage, represent, distribute, and enable adoption 
of knowledge. Knowledge management is defined as a systematic and integrative process of coordinating 
organization wide activities of acquiring, creating, storing, sharing, developing, and deploying knowledge, value 
information, and expertise by individuals and groups in pursuit of organizational goals (Rastogi, 2000). 
The firms and organizations despite many investments that for use of knowledge creation in itself 
organizations pay very not success and investments hardware and software that done for implementation 
knowledge management, not achieved result acceptable. Organizations yet on this question are facing that on 
traverse what way and process can be utilize of knowledge creation in itself for new requirement and aims? For 
meaning full use of knowledge as a rivalry and guideline advantage and also organizing phase development 
knowledge management in organization, cognition situation real organization in set knowledge management is 
necessary and vital. In other words, do in-depth analysis of the level of maturity of the organization in the field 
of knowledge management is essential. Organization maturity in knowledge management is level of an 
organization's capabilities and abilities in different aspects of knowledge management. Therefore, likewise 
organizations grown and complex these processes, the more knowledge-intensive processes to manage this 
complexity will be needed (wiig, 2004). 
 
2.3 Organizational learning 
Richard Cyert and James March, the first people that in 1963 to put two words learning and organization 
together and introduce learning as organizational phenomenon. The several researchers also it analyzed from 
different perspectives. Among these approaches, psychological approaches (Cyert and March, 1963; Daft and 
Weick, 1984), social studies approach (Nelson and Winter, 1982; Levit and March, 1988) and organization 
theory view (Nonaka, 1994; Huber, 1991; Gomez et al., 2005) can mention. The number of study also helped to 
spread concept organizational learning, as divide learning to single-loop and double-loop learning Argyris and 
Schon (1978), The Age of Unreason Charles Handy (1989), The living company Arie De Geus (1997), The Fifth 
Discipline senge (1990). 
Garcia Morales et al. (2007) defines organizational learning as organization capability to maintain or 
improve performance based on experience. This activity involves the acquisition of explicit and tacit knowledge, 
knowledge sharing, and knowledge use.  Huber (1991) realization of organizational learning involves a four-step 
process knows. The steps are: 1- Knowledge Acquisition: Knowledge Acquisition by monitoring the 
environment, rearrangement of existing knowledge, the revision of previous knowledge structures, and the 
building and revision of theories. 2- Information Distribution: Information distribution by which an organization 
shares information among its units and members, thereby producing new knowledge or understanding, letters, 
memos, informal conversations, and reports. 3- Information Interpretation: The interaction between stored 
mental models and interpretation is critical to understanding how organizations learn. Greater learning occurs 
when more and more varied interpretations are developed.4- Organizational Memory: organizational memory 
refers to the repository where knowledge is stored for future use (Balasubramanian, 1995). 
Argyris and Schon (1978) describe three types of organizational learning: Single-loop learning (SLL): 
Organizational learning occurs when errors are detected and corrected and firms carry on with their present 
policies and goals. Double-loop learning (DLL): DLL occurs when, in addition to detection and correction of 
errors, the organization is involved in the questioning and modification of existing norms, procedures, policies, 
and objectives (Albrecht, 2008). Deutero-learning occurs when organizations learn how to carry out single-loop 
and double-loop learning. The first two forms of learning will not occur if the organizations are not aware that 
learning must occur (Balasubramanian, 1995). 
The paradigm of organizational learning needs to shift from single-loop or double-loop learning to 
triple loop learning or unlearning, from knowledge creation through incremental changes to knowledge creation 
through radical changes, from system thinking to creative thinking, and from continuous improvement to 
creative and innovative improvement (Lee and Tsai, 2005). 
 
3. Relationship between research variables 
3.1 Organizational Learning and Organizational Resilience 
Grotberg (1999) argues that `resilience is not magic; it is not found only in certain people. Reivich and Shattea 
(2003) state: that the number-one roadblock to resilience is not genetics, not childhood experiences, not a lack of 
opportunity or wealth. The principal obstacle to tapping into our inner strength lies with our cognitive [thinking] 
style. Professor Windy Dryden (2001) state Resilience comprises a set of flexible cognitive, behavioral and 
emotional responses that can be learned. Research (Aguirre, 2007; Bonanno, 2004) has shown that resilience is 
ordinary, not extraordinary, and that people regularly demonstrate this ability. Resilience is not a static state that 
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is inherent in you nor is it a transient phenomenon. Rather, it is a dynamic process that can be cultivated in most 
individuals (McAllister and McKinnon, 2009; Jackson et al, 2007). Carvalho et al. (2008), Herrera et al. (2010), 
Shirali et al. (2012)  in their study founded factor including: management commitment, reporting culture, 
learning/training, awareness, and flexibility. 
Werner and Smith (2001) provide compelling insights into resilience in individuals through their forty-
year study of 698 native Hawaiian children born in 1955. These children experienced various challenging 
conditions in their lives (poverty, violence, parental alcoholism, discord, desertion, or parental mental illness). 
However, one out of every three of these high-risk children was able to overcome these conditions and grow into 
healthy, and became competent, confident, and caring young adults. They study identified four factors that 
distinguished resilient from non-resilient individuals: problem solving abilities, favorable perceptions, positive 
reinforcement, and strong faith. These findings suggest that resilience is a capability that can be developed 
deliberately. 
The IBT project began in 1975 by Maddi (1987).  Maddi and a research team evaluated 450 male and 
female supervisors, managers, and decision makers with annual interviews, psychological tests, medical 
examinations, and work-performance reviews. During the dozen years of the study, companies in the "Ma Bell" 
monopoly experienced monumental upheaval due to the deregulation of the telecommunications industry. Nearly 
half the employees in the sample lost their jobs; One-third of the employees survived and thrived despite the 
stressful changes. Maddi et al. (1987) determined that three basic attitudes permitted the stronger group to do 
well: commitment, control, and challenge. 
Sandler, O’Neill & Partners was decimated in the September 11, 2001 attacks, losing 39% of its 
workforce, 2/3 of its management committee, and its entire physical plant, but a week later was able to continue 
his work and within one year, the firm had not only recovered, rather, was doing better than ever. Freeman et al. 
(2004) found in their research on results, including the ability to get help, the pull of opportunity, Demonstrating 
Commitment, limit the effects of grief and anxiety. Flexibility, Teamwork and Self-Management, Organic 
Structure, One of the most important factors that was obtained the good relations with staff and customers 
extended to the company’s reputation, as on Wall Street, Sandler O’Neill and Partners were known as a 
‘relationships’ firm. They found that the key to successful recovery Sandler O'Neill was his moral purpose. 
Because he thought they were helping those who suffered from the accident. These findings suggest that 
resilience is the ability of an organization that can grow with reflection. These findings suggest that resilience is 
the ability of an organization that can grow with reflection and Resilience is ordinary, not extraordinary. What is 
questionable though is the extent to which learning influences organizational resilience, which this study sought 
to examine. 
 
3.2 Knowledge Management and Organizational Resilience 
The several researchers examined of knowledge management as a system used for knowledge acquisition, 
knowledge storage, knowledge sharing, and knowledge utilization to enhance the resilience (Mafabi et al., 2012; 
Umoh and Amah, 2013). For example Mafabi et al. (2012) And Umoh and Amah (2013) indicate effective 
knowledge management can lead to increase organizational resilience. We can describe a better organization as 
one that is resilient since organizational resilience is defined as characteristics and properties of organizations 
which help organizations to be resilient to disruption in the face of change and adaptive in the face of adverse 
situations. Therefore, a way of doing business that is critical to the ability of a Head Start program to survive and 
thrive within a changing landscape and is a continuously moving target which contributes to performance during 
business-as-usual and crisis situations (Mitroff, 2005). 
Organizations that strive to be resilient accumulate knowledge resources that are useful for enhancing 
organizational resilience. This means that as organizations learn and accumulate knowledge, the individuals gain 
the ability to develop better or new ways of organizing business operations to improve organizational resilience. 
All organizations need to possess knowledge about their environment and about the state of their internal affairs 
(Liao et al., 2011). Can highlight the importance for an organization to establish a repository of existing 
knowledge and maintain that existing knowledge capability can serve as an endogenous source of organizational 
resilience. Knowledge and its availability are so central in decision making that a number of management 
theorists advocate, via KM, increasing the availability of knowledge (Argote et al., 2003). Tacit knowledge is 
personal, context-specific, and therefore hard to formalize and communicate. Tacit knowledge is deeply rooted 
in individuals’ experiences, ideas, values and emotions (Nonaka and Takeuchi, 1995). These can have a 
significant impact on organizational resilience. 
Knowledge can be shared through individual factors (e.g., trust, power, and leadership), organizational 
factors (e.g., social network, reward system, and sharing opportunities), and technological factors (e.g., 
information technology systems and member training) (Riege, 2005). The organization can proactively review 
this factor for coping variety of complexities and internal and external treats and thus achieved on organizational 
resilience. What is questionable though is the extent to which knowledge management influences organizational 
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resilience in public sector organizations of Iran.  
 
3.3 Organizational learning and knowledge management 
If in the agricultural age, arm strength and in the industrial age, tools and machinery ingredient important were 
considered to the survival and sustainability, in the present age that McLuhan's of global village, Shapiro and 
Varian (1999) Information Age, and Thurow (2003) has called the Third Industrial Revolution, the only source 
of strength and durability, learn better and faster than competitors. Because people may come and go, but would 
be ready to die if lose valuable knowledge organization (Davenport and Prusak, 1998). 
Technology is a necessary condition but not sufficient, because the new technology sooner or later to 
other companies will happen, so do not be-can create sustainable competitive advantage. The relationship 
between knowledge and knowledge management can satisfy the needs of the company. Christensen and Raynor, 
(2003) bluntly stated that “Resources are usually people or things – they can be hired and fired, bought and sold, 
depreciated and built”. “The only irreplaceable capital an organization possesses is the knowledge and ability of 
its people. Knowledge also, There is within human. Thus, man is the most important factor in gaining 
competitive advantage. Because man knowledge to produce and the application of resources. Wisdom also 
needful having is knowledge. Because you do not know everything, and what you know may not always be 
applicable in a particular situation. Knowledge management also, most important of knowledge is, because want 
in organizations style complexity, conversion information and witting individual and organizational on 
knowledge and skills individual and grouping specifying.   
In fact, natural and human capitals when become the wealth that mixed and stirred on knowledge. 
Development knowledge also would not be possible without learning. 
However, both organizational learning and knowledge management approaches are related to increased 
rationally capitals and to the human capacity and capability complementary for effective measures. No wonder 
that both organizational learning and knowledge management have provides the potential to achieve higher 
levels of effectiveness. Because has been formed the concept knowledge management of organizational learning 
researches.  In some of the writings related on organizational learning literature, organizational learning process 
is considered equivalent knowledge management and process mastery on knowledge (Nonaka and Takeuchi, 
1995). The results research Liao and Wu (2009) also suggests that organizational learning a mechanism related 
with knowledge management. This means that organizational learning acts as an intermediary in a positive 
relationship between knowledge management and organizational performance. So those who cannot learn, adapt 
and embrace change simply be destroyed. Learning will save us and it will be done by managing on 
organizational knowledge (Fernandez and Sabherwal, 2001). What is questionable though is the extent to which 
Organizational learning influences organizational resilience in public sector organizations of Iran.  
 
4. Research hypotheses 
The literature review, we propose the following hypothesis. 
H1: There is a significant positive relationship between organizational learning and organizational resilience in 
public organizations of Iran. 
H2: There is a significant positive relationship between knowledge management and organizational resilience in 
public organizational of Iran.    
H3: There is a significant positive relationship between organizational learning and knowledge management in 
public organizational of Iran. 
H4: There is a mediation effect of knowledge management in the relationship between organizational learning 
and organizational resilience. 
 
5. Methods 
This section presents a brief description of the sample and an overview of the survey procedure used in this 
study, followed by an explanation of how the research variables were operationalized and measured. 
This study was conducted as a cross-sectional survey. In the past decade, researchers on study about 
factor effective on organizational resilience, but cannot told that these studies accordance in various cultures.  
Hence, researcher after library studies, interviews did with people who had management experience in prominent 
positions in the country, as well as management prominent scholars. Therefore in most interviews mention that 
two variables of organizational learning and knowledge management effective in increase organizational 
resilience. Also, responds at the time of completing the questionnaire frequently stated that they do not pay 
particular attention to organizational learning. Hence, in this research, organizational learning considered as 
independent variable and knowledge management as the mediator variable.   
 
5.1 Population and sample  
In this study, 30 of the public organizations of Iran were selected as study population. All these organizations are 
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owned by the government, who are responsible for the timely delivery of services to citizens. The intent of 
whole property is that the government controls all functions of the organization's and their choice senior 
managers. Organizational resilience which has been qualitatively studied in private sector (McManus, 2008), 
appears to be the least explored in the public sector (Mafabi et al., 2012) especially Iran. Therefore, this study to 
fill the gap existent focused within public Organizations in Iran. The sample size was determined on the basis 
krejcie and Morgan table (1970). According to this table (n = 28) were determined. It is believed that managers 
are in position to truly respond to questions about organizational attributes (Baer and Frese, 2003). 
Questionnaires were distributed among middle and senior managers. The distribute questionnaires presence 
researcher personally in more than half of the organizations. In other organizations, assists with her friends and 
relatives. 320 questionnaires distributed and collected among samples within 34 days. 307 copies were returned 
to the researcher. 28 questionnaires were excluded because they lacked the concurrent validity. The managers 
that they not time had to fill out questionnaires and answers to rushed to the questionnaires, they questionnaires 
were removed. 9 questionnaires were excluded because they were incomplete. Finally, data from 270 
questionnaires were analyzed. 
 
5.2 Measuring Tools                                                                                                                 
Through literature review and conceptualization identified of certain measures of knowledge management, 
organizational learning and organizational resilience. Questionnaires set in two Sections. First section consists of 
questions that evaluate the individual and job characteristics and including such characteristics as age, sex, 
education, work experience and management experience. The second section is of the questionnaires Mafabi et 
al. (2012) organizational resilience, Umoh and Amah (2013) KM and Watkins and Marsiek (2003) 
organizational learning questionnaire. Organizational Resilience questionnaire consists of 20 items, knowledge 
management consists of 16 items and organizational learning questionnaire Watkins and Marsiek (2003) also has 
43 items. But in the research 16 items questionnaire Watkins and Marsiek (2003) that has been used in research 
Bess et al. (2011) were used. The questions were used with Likert five options scale for the respondents' views, 
and of the samples were requested to determine the importance of each of these factors. With give a score of 1 to 
5 in the respective range, scores was calculated for each factor. Mafabi et al., (2012) in their study found 
reliability organizational resilience (α=0.893), Umoh and Amah (2013) in their study found reliability KM 
(α=0.88) and Bess, Perkins and Mc Cown in their study found reliability organizational learning (α=0.939). In 
this study, was tested renew the reliability of the questionnaires. For this purpose, were distributed an initial 
sample of 30 questionnaires among the studied sample. Then, using data obtained from the questionnaire was 
calculated Cronbach's alpha reliability coefficient. The reliability was calculated for Organizational Resilience (α 
= 0.821), knowledge management (α = 0.953) and organizational learning (α = 0.960).         
The data analyzed using SPSS version 20 for both descriptive and inferential. The descriptive statistics 
examined on the demographic characteristics including age, gender, education, work experience and 
management experience. In inferential statistics were used, correlation coefficient, multiple regression 
coefficient and MedGraph technique of jose (version 3).  
 
6. Results and discussion 
First, using collected demographic data, various aspects of the target population analysis in terms of 
demographic variables. Information in this section extracted of the sample on the basis of demographic questions 
included in the questionnaires. To describe the sample is used of age, gender, education, work experience and 
management experience. 27.4 percent of managers younger than 40 years. 51.1 percent between 40 and 50 years 
and 21.5 percent more than 50 years. Minimum age is 32 years and maximum age is 59 years. 8.4 percent of 
managers were women and 95.2 percent male. The results show that the scale middle managers in public 
organizations quite heavily toward men. 3 percent had a lower of undergraduate and diploma degree. 19.3 
percent graduate, 72.6 percent. 2.5 percent of managers also had a PhD degree. 22.6 percent of managers were 
less than 15 years of service. 56.3 percent of those between 15 and 23 years of service, and 21.1 percent had 
more than 23 years of service. 51.1 percent had Less than 10 years management experience, 39.3 percent of 
those between 10 and 18 years of management experience, and 9.6 percent had more than 18 years of 
management experience.  
The results the descriptive statistics research variables shown in Table 1.The inadequate or poor average 
considered of 1 to 2, the mean average of 2.1 to 3, high average of 3.1 to 4 and very high average of 4.1 to 5. 
Table 1 shows the mean average for variables organizational learning (X = 2.79) and knowledge management (X 
= 2.74) and high average for organizational resilience (X = 3.28). This reveals that other factors than 
organizational learning and knowledge management is effected to increase the resilience of public organizations 
in Iran.   
 
6.1 Study hypothesis 
Developing Country Studies                                                                                                                                                              www.iiste.org 
ISSN 2224-607X (Paper) ISSN 2225-0565 (Online) 
Vol.5, No.13, 2015 
 
70 
Pearson correlation coefficient used for showing the correlation between the variables of organizational 
resilience, organizational learning and knowledge management, and is shown in Table 1.   
 
Table1. Zero order correlation between organizational learning, KM, and organizational resilience 
3 2 1 SD Mean 
  
– 1.022 3.28 1. Organizational resilience 
0.605 – 0.610 1.227 2.78 2. Knowledge management 
– 
 
0.342 1.258 2.74 3. Organizational learning 
The results of Table 1 shown that there is a significant positive relationship between organizational 
learning and organizational resilience (r = 0.342, ρ <0.01). The findings support of H1 that represent there is a 
significant positive relationship between organizational learning and organizational resilience. This suggests that 
organizational resilience can be achieved through organizational learning. Research Luthar et al. (2000), and 
American Psychological Association (2006), has shown that resilience is ordinary, not extraordinary, and that 
people regularly demonstrate this ability and resilience can be achieved through learning. Coutu (2003) also 
states that we will not be able to fully understand resilience, but we can it learn and must to learn.  
Results Table 1 shows that there is a significant positive correlation between knowledge management 
and organizational resilience (r = 0.610, ρ <0.01). These findings reveal that H2 confirmed, which reveals there 
is a positive relationship between knowledge management and organizational resilience. This suggests that 
knowledge management related to building organizational resilience. This finding is consistent with the results 
of research conducted by Mafabi et al. (2012), Umoh, and Amah (2013). Mafabi et al. (2012) founded that there 
is a significant positive Correlation (r = 0.464) between knowledge management and organizational resilience 
and Umoh, and Amah (2013) divided knowledge management to four dimensions of to knowledge acquisition, 
knowledge storage, knowledge sharing, and  knowledge utilization and organizational resilience divided to the 
three dimensions of organizational adaptability, organizational resourcefulness and organizational learning and 
found that all 4 dimension of the knowledge management has a significant positive relationship with all 3 
dimension of organizational resilience. Therefore, if the organizations attend to knowledge management, can 
increased resilience in organization.   
Results Table 1 shows that there is a significant positive relationship between knowledge management 
and organizational learning (r = 0.605, ρ <0.01). Hence, the results supports of H3 that there is a significant 
positive relationship between knowledge management and organizational learning. This finding is consistent 
with the results of research carried out by Lopez et al. (2004), Zhang et al. (2009). yoon (2009) do research to 
topic ″The design of integrated systems and knowledge management″, theoretical and practical considerations. 
Research yoon (2009) findings indicate that the interaction between the processes strategy and guideline of 
knowledge management and organizational learning is a key point and a competitive advantage for the business 
organizations.                              
To further validate hypothesis of multiple regression coefficient was used. Regression coefficient 
shown assuming was linear of correlation between the two variables. Also, the survey influence of the 
independent variable on the dependent variable and the zero hypothesis reject suggest that the independent 
variable influence on the dependent variable. In this section we considered organizational learning and 
knowledge management as independent variables and organizational resilience as the dependent variable. 
Multiple regression results are shown in Table 2. 
 
Table2. Hierarchical regression analysis: organizational resilience 
                                                           Dependent variable: organizational resilience 
Model 3 Model 2 Model 1 Variable 
– 0.027 – 0.076 – 0.071 Managers age 
– 0.009 0.019 – 0.040 Work experience 
0.633 0.606 
 
Knowledge management  
– 0.046 
  
Organizational learning  
39.564 52657 1.469 F 





In analyzing the results, we note that in model 1, the control variables of age and experience of 
managers contribute an insignificant explanatory power of 1.1 percent (R2 = 0.011, ρ> 0.05) of 37.4 percent total 
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variance explained. The regression results also indicate that managers age (β = -0.027, ρ> 0.05) and work 
experience (β = -0.009, ρ> 0.05), as control variables do not have a statistically significant relationship with 
organizational resilience. This, therefore, may imply that age and experience of public organizational in Iran do 
not have an effect on organizational resilience. This seems to suggest that organizational resilience of public 
organizational in Iran can occur, regardless managers age or experience. In fact, we can say that depend 
organizational resilience in Iranian public organizational to factors other than age and experience of the 
managers. 
In model 2, when knowledge management was entered in the regression, it added a very large 
predictive power of 36.4 percent (∆R2 = 0.364, ρ <0.05). Also, the results shown a significant relationship 
between knowledge management and organizational resilience (β = 0.633, ρ <0.05). The findings support of H2, 
that a there is significant relationship between knowledge management and organizational resilience. 
In Model 3, when we organizational learning entered in the regression, shown predicting power 36.4 
percent (∆R2 = 0.364, ρ <0.05). Also, Model 3 shown a significant negative correlation between organizational 
learning and organizational resilience (β = -0.046, ρ <0.05). These findings suggest that the effect of 
organizational learning on organizational resilience with presence the knowledge management becomes 
meaningless.  
 
6.2 Testing for mediation 
In this study, mediation was investigated about the mediating effect of knowledge management in the 
relationship between organizational learning and organizational resilience. This review is about H4 that there is a 
mediation effect of knowledge management in the relationship between organizational learning and 
organizational resilience. To test this hypothesis we used the appropriate regression model, and the results are 
shown in Table 3. 
 
Table3. Regression analysis: mediation effect of Knowledge management 
 
                                                                 KM           organizational resilience 
Model 3 Model 2 Model 1 Variables 
  




Organizational learning  
– 0.042 
  
Organizational learning  
0.635 
  
Knowledge management  
–0.035 0.283 0.621 B 
0.513 
  




The results in model 1, which is the regression of knowledge management (mediator) on organizational 
learning (predictor) show that the relationship between knowledge management and learning is significant (β = 
0.605, ρ <0.01).  Results of model 2, which is a regression of organizational resilience (criterion variable) on 
organizational learning also reveal a significant relationship between organizational learning and organizational 
resilience (β = 0.610, ρ <0.01). Also, the results in Model 3, which is the regression of organizational resilience 
on both knowledge management and organizational learning, indicate that while knowledge management has a 
significant effect on organizational resilience (β = 0.635, ρ <0.01), the effect of organizational learning on 
organizational resilience in presence knowledge management reduces and becomes insignificant (β = -0.042, ρ> 
0.05).  
However, the significance of the mediation effect is not yet tested and may require other tests like the 
Sobel’ z-test. Accordingly, the researchers employed the Medgraph (mediation testing) technique of Jose (2013), 
which requires a computation of correlation coefficients of the three variables in the mediation relationship 
including the unstandardized regression coefficients which were in-put into the Medgraph that produced the 
results (Table4 and Figure 1). The results in Table4 show that the mediator knowledge management between 
organizational learning and organizational resilience has significant effect (Z = 8. 004, ρ< 0.01). The finding 
support of H4 that there is a mediation effect of organizational learning in the relationship between knowledge 
management and organizational resilience. 
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Table4. Sobel test results 












Figure1. Sobel test results 
 
7. Discussion and suggestion 
This study focuses on the following two major issues of interest: 
1) The interrelationships among organizational learning, knowledge management, and organizational 
resilience; and 
2) The impact of research constructs on organizational resilience.  
H1 proposed that there are positive relationships among organizational learning and organizational 
resilience. The results indicate that organizational learning is significantly related to organizational resilience. 
Accordingly, H2 and H3 proposed that there are positive relationships among knowledge management and 
organizational resilience, also organizational learning and knowledge management, learning and knowledge 
management would significantly impact on organizational resilience. The empirical analysis results supported 
these hypotheses and the results further depict influential path on organizations performance. H4 there is a 
mediation effect of knowledge management in the relationship between organizational learning and 
organizational resilience, proposed that organizations will achieve higher levels of organizational resilience 
when they are operated under an appropriate organizational learning and knowledge management. The empirical 
results also highly support these hypotheses on the factors. 
The above results can be drawn into several managerial implications. First, the interrelationship 
between learning and knowledge management has been recognized as major factors increase of organizational 
resilience. It is suggested that managers need to synchronize their operation patterns in the consideration of 
learning and knowledge management. It is only when there are the contingency fit between these research 
constructs can the organization perform better. 
Second, In the case of organizational resilience, the results clarify organizations managers at Iran 
perceive themselves to have a moderately high level of organizational resilience. This result suggests that 
organizations managers at Iran are able to meet the demands of reforms and able to absorb the moderate highly 
level of disruptive change that comes with organizations. Organizations managers should all learn to be better 
prepared to manage their change resources by demystifying the dynamics of resilience, and learning to 
understand how it functions. Further, by being better equipped to manage the KM process, decision makers can 
increase their capacity and that of others to absorb change. With proper education and practice, major changes 
can be accomplished by drawing the minimum points from organizations managers (Abu‐Tineh, 2011).  
Therefore, workshops and training courses to increase the level of awareness of the principles, 
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disciplines, and mechanisms of the organizational learning and knowledge management processes should be 
conducted. Providing institutional training and support would certainly increase individual and organizational 
effectiveness and enhance the resilience. Finally, answering organizations manager questions about research 
variables decreases ambiguity, reduces anxiety, and restores a measure of control. Also, the study results suggest 
that organizational learning and KM should be integrated into the above management activities. 
Although the research results are interesting, several limitations exist in this study. These limitations 
suggest areas and directions for future research. First, this study adopts the cross-sectional research design and 
examines organizations at one point in time. This study identifies organizational learning and KM as a crucial 
factor for increase organizational resilience. Some other factors may also have significant effects on 
organizational resilience. Due to the limitation of sample size, this study could not analyze comparatively. It will 
be valuable for further studies to concentrate on comparison of public and private sector.  
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